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Introduction 
he success of any company in this century largely 

depends on the retention of key employees (Bidisha & 

Baruah, 2013) and organizational culture is a 

fundamental aspect in achieving the retention of key 

employees in an organization. According to (Sun, 2008), 

organizational culture are shared customs, beliefs, attitudes, 

unwritten and written rules that has been developed overtime 

and regarded as valid, which basically influences the 

performance and productivity of a company, customer care 

and support, product safety and quality, environmental 

concerns, and attendance and punctuality. On the other hand, 

strategies developed and adopted by companies so as to 

facilitate employees into staying with the company can be 

regarded as employee retention (Rono & Kiptum, 2017). 
The word for what most people wear such as belts, bags, 

clothes, hats, shoes etc in a society and the method or pattern 

in which they are designed is called fashion, while the fashion 

industry encompasses all aspects of fashion ranging from fabric 

production, design, education, marketing and soon (Akinsola, 

2019). The fashion brands in Nigeria are showcased in many 

reputable places around the globe. When the fashion industry 

is at its peak, it is expected to have professional designers, 

tailors, fashion schools, models, modelling agents, fashion 

retailers, fashion journalists and magazines, fashion 
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photographers, etc. in successful operation (Nigeria, 2019). According to Akinsola (2019) 

over the past decade the Nigerian fashion industry has grown in sophistication and size 

with the textile, apparel and footwear sector averaging a 17% annual growth rate 

according to the National Bureau of Statistics, whilst attracting global attention. 

Although, there is no precise data on the market size of the Nigerian fashion market, 

Giwalola (2018) however asserted that the textile, apparel and footwear sector in sub-

Saharan Africa is worth an estimated $31 billion while the global market is estimated to be 

worth a whooping $3 trillion. The global recognition of the Nigerian fashion industry has 

been fuelled by increase in demand for Nigerian style but also by strategic initiatives that 

edges Nigeria’s fashion into the global fashion consciousness (Akinsola, 2019). 

Regardless of the huge potentials of the Nigeria’s fashion industry, it has remained stuck 

up by several factors facing the small and big fashion companies alike. They face issues of 

quality control, epileptic power supply and poor infrastructure, exposure to harmful 

chemicals, terrible working conditions, high employee turnover rates and low retention 

of talented staff, lack of career growth and so on (Akutu, 2019). Nevertheless, when a 

company as a well-structured innovative culture, communicative culture and core values, 

issues such as high employee turnover rates and low retention of talented employees can 

be easily curbed. According to Madueke & Emerole (2017) when there is excitement 

amongst the employees of a company with respect to the culture of such organization, 

they, i.e., the employees become psychologically and emotionally connected to such 

company. Therefore, it is critical for companies to take cognizance of its innovative 

culture, communicative culture and core values, as they are the foundational pillars that 

paper is to find out the impact of innovative, communicative and core value cultures 

on employee retention within the fashion industry. The statistical analysis was based 

on the feedback of 130 employees in the ten selected fashion houses showing that a 

close and significant relationship exists between organizational culture and employee 

retention. The statistical analysis was computed with the SPSS statistical software 

version 20 adopting an ordinal regression analysis technique, which was determined 

after a normality test was conducted. Based on the findings of this study, it was 

recommended amongst other things that, Fashion companies are should involve 

performing employees in the strategic planning process, they should be more open 

to new ideas from employees whilst funding these new ideas if they meet up 

expectations. 

Keywords: Organizational Culture, Innovative Culture, Communicative Culture, Core 

Values, Employee Retention. 
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shape the overall culture of an organization. It is on this note that this research will look 

at employee retention and organizational culture within the Nigerian fashion industry. 

The main aim of this research work is to examine the impact of organizational culture on 

employee retention in the Nigerian fashion industry. However, the specific objectives are, 

to examine the impact of innovative culture on employees’ retention in the Nigerian 

fashion industry; to examine the impact of communicative culture on employees’ 

retention in the Nigerian fashion industry; and examine the impact of core value on 

employees’ retention in the Nigerian fashion industry. 

The hypotheses of this paper are therefore stated as follows, “H01: innovative culture has 

no significant impact on employees’ retention in the Nigerian fashion industry; H02: 

Communicative culture has no significant impact on employees’ retention in the Nigerian 

fashion industry; H03: Core value has no significant impact on employees’ retention in the 

Nigerian fashion industry”. 

 

LITERATURE REVIEW 

The Concept Organizational Culture 

The concept of organizational culture was first introduced into the management field in 

the early 60s ( Fleury , 2009), gaining scholarly attention and visibility into the early mid 

80s according to some studies. As personality is to individuals, so is organisational culture 

to organisations (Kane-Urrabazo, 2006). Humans grow-up within a culture they can 

identify with as it is basically the environment in which the employees’ function to the 

best of their abilities and it influences every aspect of an organization. (O’Donnell & Boyle, 

2008). It is also reflected in the way people perform tasks, set objectives and administer 

the necessary resources to achieve objectives therefore could be burdensome for an 

organization, if it is not in alignment with mission, core values and operational strategy. 

(Madueke & Emerole, 2017). Various scholars Thokozani (2017), Nguyen (2014), 

Beyeytekđn et al (2010) etc have been able to identify various types of organisational 

cultures; Thokozani and Nguyen identified two similar types of culture; strong and weak 

organizational cultures; Nguyen (2014) posited that strong organisational culture has the 

ability to influence employee behaviour by enhancing their performance, reducing 

conflict and motivate employees, fostering good relationships since they share common 

interests. A strong culture is characterized by shared values, strong norms and willingness 

to obey them. It allows debate and diversity and generally improves decision making and 

problem solving while a weak or negative culture is characterised by disagreements about 

main values, absence of norms and violation of written and unwritten norms of 

behaviours in a work environment hence a strong and positive culture is more effective 

than a weak one as it is associated with organisational success (Beyeytekđn et al, 2010). 

Nguyen further used Schein’s three levels of organisational culture to examine the culture 



 

TIMBOU-AFRICA ACADEMIC PUBLICATIONS 
MAY, 2022 EDITIONS, INTERNATIONAL JOURNAL OF: 

 

TIJFRMS 
 

FINANCIAL RESEARCH & MGT. SCIENCE VOL.9 

28 
ISSN: 2773-1040 

of standard chartered bank in Vietnam, deciphering the improved performance in the 

banks in terms of employee loyalty and development through its distinct culture. 

 

Innovative Culture 

According to Szczepanska (2014), innovative culture is a way of thought and behaviour 

that creates, develops and establishes values and attitudes within a firm, which may in 

turn raise, and support ideas and changes as well as improvement in the functioning and 

efficiency of the firm, even though such changes may conflict with conventional and 

traditional behavior (Szczepańska-Woszczyna, 2014). Furthermore, various authors Wei 

et al (2013), Habib et al (2014) added that because innovative culture is a valuable, rare, 

and unique resource for both firms and employees in the firms, those who can perceive a 

highly innovative culture in their working environment may be more likely to experience 

job satisfaction, high perceived organizational dynamism, and positive firm performance 

expectation, which are the foundation of a firm’s performance and competitive 

advantage and if the culture of the organization is innovative and risk taking then 

employees will be more encouraged towards their work as risk taking organizations are 

more successful and profitable. 

 

Communicative Culture 

Communication culture fosters the means to implement innovations, therefore It is 

important to note that communication is not the sole responsibility of managers as all 

organizational members participate in this process which is why  Keyton (2005) defined 

organizational communication as a complex and continuous process through which 

organizational members create, maintain and change the organization by communicating 

verbally, nonverbally, electronically and in writing with individuals and groups of people. 

(Keyton, 2005). According to Xie et al (2013) to implement new technology in an 

organization, communication in line with their organization culture plays a significant role 

because communication equips employees to feel valued, satisfied and motivated 

(Thiefels, 2017) which enhances their morale, increases employee retention and increases 

their output (Rozen, 2017). 

 

Core Values 

Some researchers posit that the core values of an organization are the foundation of 

organizational culture. Though, they can be difficult to define, assess and manage (Taylor, 

Van Aken, & Smith-Jackson , 2019) Hence, the quality of the organization depends upon 

its values. Zlatka (2005) argues that emphasis be laid on the importance of conformity 

between the organization’s management values and the values of the employees.  In a 

corporate perspective, values within organizations are defined in several ways such as 
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corporate values, core values and organizational values (Lundén & Utberg , 2017) they 

further added that within an organization, values are furthermore described to have 

positive effects on communications between individuals as it provides a better 

understanding and predictability of other’s actions, which in turn generate a higher 

productivity for the organization. Furthermore, Murphey (2019) believes that values are 

translated into reality through norms and artefacts and describes components of core 

values which include; Care and consideration for people, Competence, Competitiveness, 

Customer service, Innovation, Performance, Quality, Teamwork, Communication and 

integrity. 

 

The Concept of Employee Retention 

Employee retention is believed to be a voluntary move by an organisation to create an 

environment which engages employees for long term hence the main purpose of 

retention is to prevent the loss of competent employees from the organisation as this 

could have adverse effect on productivity and service delivery (Samuel & Chipunza, 2009). 

Employee retention has become a major challenge in many contemporary organisations 

and these issues are emerging as the most critical workforce management challenges of 

the immediate future (Chandiok, 2012). since the mid-1990s, scholarly research 

investigations have been focusing not only on determining why employees leave 

organizations but also concentrating on those factors positively influencing employees to 

stay (Rono & Kiptum, 2017) hence, encouraging employees to remain in the organization 

for a long period of time can be termed as employee retention which fosters the long-

term health and success of any organization. Employee retention processes such as 

customer satisfaction, organizational performance in terms of increased sales, satisfied 

colleagues and reporting staff and effective succession planning are mostly dependent 

upon the ability to retain the best employees in any organization (Bidisha & Baruah, 2013). 

Strategic reward plans according to Rono & Kiptum (2017) go beyond cash to include 

training and educational opportunities, job redesign, flexible work schedules, stock 

options and recognition awards such as merchandise and travel. Work at- home and job-

sharing arrangements enable employees to better balance work and family 

responsibilities and afford employers the necessary flexibility to respond to business 

needs (Rono & Kiptum, 2017) 

 

Empirical Review and Theoretical Framework 

Many studies have shown positive relationships between organisational culture and 

employee retention. According to Madueke and Emerole (2017) there are certain reasons 

employees leave or stay in an organization with organizational culture as one of them and 

if employees are excited about the culture of an organization, they tend to become 
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emotionally and psychologically attached to that organization. they further examined the 

relationship between Organizational Culture and Employee Retention of selected 

commercial banks in Awka and established that there is a relationship between 

organization innovative culture (idea generation, capability and risk taking) and employee 

retention (commitment). Brenyah and Tetteh (2016) Carried out studies on the private 

tertiary education sector in Ghana stating how organisational culture contributes to the 

extent of variations in employee retention among private universities in Ghana thereby 

accounting for 15.6% of variations in the extent of employee retention among private 

universities. They also delineated differences between the four kinds of organisational 

culture – power role, support and achievement cultures and each, except role culture 

having significant effects on employee retention among private universities in Ghana. 

Sheridan (1992) investigated the retention rates of 904 college graduates hired in six 

public accounting firms over a six-year period and demonstrated that cultural values 

varied significantly across six public accounting firms with offices located in the same city 

with three firms having a culture emphasizing the interpersonal relationship values of 

team orientation and respect for people. Two other firms were characterized as having a 

culture emphasizing the work task values of detail and stability. Professionals hired in the 

firms emphasizing the interpersonal relationship values stayed 14 months longer than 

those hired in the firms emphasizing the work task values.  

Habib et al., (2014) posited that organizational culture has strong and deep impact on the 

performance of the employees which helps them gain satisfaction with themselves and 

the organization hence improving their productivity. They explored the impact of 

organizational culture on the job satisfaction, employees’ commitment and the retention 

of 235 employees working in different organizations within territory of Multan region, 

Punjab, Pakistan concluding that there was positive and significant correlation from 

impact of organizational culture on employees commitment, job satisfaction and 

employees retention as these three variables are considered the base for the 

performance of any organization. It is believed that there are many cultural factors that 

are affecting employees' stability in organizations. Therefore, if managements of 

organisations are aware of these factors, they would be able to survive in a dynamic 

environment by treating their employees as important assets that need to be motivated 

and maintained by organisations at all costs to aid the organisation compete globally in 

terms of providing quality products or services to the society (Kwakye, 2018). 

This study was guided by Schein’s (2004) three levels of organizational culture. According 

to Schein (2004), organizational culture begins when leaders impose their own values and 

assumptions on a group and if achieved successfully, the culture lasts longer and can be 

passed to new generations. Schein believes that culture and leadership are two sides of 

the same coin. He also described three levels of culture where the term “level” refers to 
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“the degree to which a cultural phenomenon is visible to the observer” they are; 

Artefacts, which are visible products of the group such as its physical environment, 

language, technology and products, style (mode of dressing, the way people are 

addressed, emotional displays, legends and stories about the organisation, published list 

of values, etc). These elements can be seen, heard and felt when one is plunged into a 

new and unfamiliar organisational culture (Schein, 2004). Espoused beliefs and values, 

which is a representation of the organisation in terms of behaviour and shared 

assumptions and usually expressed in the mission, vision or methods of problem solving 

as all organisational learning is a reflection someone else’s beliefs and values. Basic 

underlying assumptions, which are usually taken for granted unconsciously are unseen and 

shared. Schein describes them as difficult to change because once a group becomes 

comfortable with repeated successes implemented; they find it difficult to conceive any 

other theories concerning a particular matter. 

 

METHODOLOGY 

This research study requires qualitative analysis because of the phenomena under study. 

Due to this fact, the researcher therefore employed the survey research method to 

analyze the data for the research. In other words, this research work will adopt the survey 

method which uses questionnaires to capture the case study and seek opinions from its 

targeted population, so that one can draw conclusions and formulate polices on the 

subject matter. 

The population of this study is made up of the employees of 10 Fashion Companies within 

the Abuja Municipal Area Council (AMAC), FCT Abuja. The companies chosen are Africana 

Couture Nigeria, Bellota Couture, Davista Fashion Designers, Dazoza Fashion Concept, 

Duvessa Fashion House, Hudayya Fashion House, Prime Heights Stitches, Grazee Stitches, 

Puzzle Stitches, and Elite Stitches. These companies have a combined staff strength of 

240 workers which includes all level of management. This population was chosen due to 

proximity advantage to the researcher. In view of the large size of staff working in the 

chosen fashion houses, the actual sample size is determined using Taro Yamane’s (1964) 

formular: n= N/1+N (e2). 

N= Total population = 240; e = Level of error = 5%; 1 = Constant; thus, n = 240/1+240(0.052); 

= 240/1+240 (0.0025); = 240/1+0.6; =240/1.6; = 150 Respondents 

The stratified random sampling technique was adapted for use in this research 
investigation. This was used because multiple fashion houses were under study and it 
eliminates bias to the barest mathematically acceptable limit for the sample size. 
Therefore, the actual sample size consists of 150 respondents actively working in these 
fashion companies. 
A questionnaire was considered as the data collection over other methods since it is easy 
to administer. The ‘drop- and- Pick ‘method of administering was used, so that the 
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respondent could fill the questionnaire at their own convenient time eliminating the need 
to set up interview appointments. The questionnaires included structured (closed-ended) 
designed in Likert format. The structured questions were done to conserve time and 
expense when analysing. The target respondents were middle management (heads of 
operation and design) and lower-level employees (tailors and staff involved in 
production). This is meant to give representative information from the organization, 
revealing all employees’ responses to the issue of employee retention. 
In other to ensure the reliability of the instrument used, a retest technique was employed. 
In this case some respondents who had earlier completed the questionnaire were given a 
second questionnaire for completion as part of standardization of the questionnaire. This 
process ensures consistency of responses. The research instruments were personally 
distributed to the respondents by hand and were collected back the two days later. This 
was to allow the respondent to properly digest the questions. 
 

Method of Data Analysis 
Frequency and Percentages was employed by the researcher to analyse the demographic 
variables, while the construct of questions on the nexus between organizational culture 
and employee retention in the fashion industry, is analysed with regression analysis 
computed on SPSS statistical software. The dependent variable is Employee Retention 
(EMR) while the independent variables are Innovative Culture (INC), Communicative 
Culture (COC) and Core Values (COV). The ordinal regression model is expressed as: 
EMR=f (INC, COC, COV) …………………………………………………... (3.1) 
The mathematical model could be expressed as: 
EMR=β0 + β1INC + β2COC + β3COV …………….……………………………. (3.2) 
The econometric model could be expressed as: 
EMR=β0 + β1INC + β2COC + β3COV + µi…………………………………… (3.3) 
 
Where; EMR = Employee Retention; INC= Innovative Culture; COC= Communicative 
Culture; COV = Core Values; F = functional relationship; µ = stochastic Disturbance (error 
term); β1 – β4 = Regression coefficients; and β0 = Intercept of the function (constant term) 
 
DATA ANALYSIS AND INTERPRETATION 
Out of the total 150 questionnaires only 130 questionnaires were received and accurately 
filled. The response rate therefore is 86.7%.  The respondents include the top 
management, middle management, and lower management staffs in the various fashion 
houses. The 86.7% retrieval rate is a reasonable level upon which research can be based 
and valid conclusions drawn from the research. 
 
Socio-Demographic Analysis of the Respondents 
Out of the total 130 respondents, 43 (33.1%), 47 (36.2%), 28 (21.5%), 12 (9.2%), 0(0%) were in 
the age bracket <25years, 26-39years, 40-55years, 56-60years and >60 years respectively. 
Most of the respondents were under 40 years of age. It is therefore evident that the 
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respondents could be considered as appropriate because the majority fall within the age 
bracket that are agile and active and drives the economy of any nation. 
When asked about the length of time they have worked for their respective fashion 
houses, 38 (29.2%), 55 (42.3%), 37 (28.5%) claimed that they have been working in their 
respective organizations for <5 years, 5-10 years, >10 years respectively of the sample 
space of 130 respondents. Thus, a majority of the respondents have spent between 5-10 
years with their respective companies. This implies that most of the respondents have a 
reasonable wealth of experience about the workings of the Nigerian fashion industry. 
Therefore, responses from them can be considered to be a reasonable level upon which 
the research findings can be based and valid conclusions drawn. 
Out of the employees interviewed in the sample size 25 (19.2%) are top management level 
staff, 57 (43.8%) are middle management level staff while the remaining 48 participants 
are low level management staff. In addition, 37 (28.5%) of the respondents had an OND 
qualification, 45 (34.6%) of the respondents had completed their HND/BSc, 28 (21.5%) had 
also completed their post graduate degrees while only 20 (15.4%) possessed professional 
certifications. These outcomes could be as a result of the employment policy that exists 
among these fashion companies, as employees with higher qualifications are in a better 
position to lead the company to achieve more, as they are equipped with better skill set. 
When the respondents were asked if any staff has left their organization in the past six 
months, 15 (11.5%) of the respondents claimed that at least one person has left their 
organization in the past six months while 55 (42.3%) of the respondents claimed that no 
staff has left their organization in the past six months. The remaining respondents were 
either not sure if any staff had left or preferred not to answer the question due to reasons 
best known to them. It can be deduced from this result that in most of the fashion 
companies under study there has been low employee turnover in the past six months of 
operations. 
When the respondents were asked if they have been promoted by their respective 
company since they joined, 61 (46.9%) of the respondents claimed that they have been 
promoted by their organization since they joined the company, while 39 (30%) of the 
respondents claimed that they have not been promoted by their organization since they 
joined the company. The remaining respondents were either not sure about their 
promotion or preferred not to answer the question due to reasons best known to them. 
This result means that most of the fashion companies used job promotion as a means to 
boost the morale of its staff and retain its staff. Employees who know that there is 
potential for growth and development in a company have more tendencies to stay in such 
company for a longer period of time. 
 
Questionnaire Analysis and Interpretation 
Firstly, we check if the data is normally distributed. Table 1 below shows the results for 
our test of normality. Since our respondents are more than 100, we will be adopting the 
Kolmogorov-Smirnov test of normality. Results from the table 1 below show that all the 
variables are not normally distributed because they are statistically significant at 5% level 
of significance. 
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Table 1: Normality Test I 

Tests of Normality 

 Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

EMR .123 130 .000 .965 130 .002 

COV .126 130 .000 .955 130 .000 

COC .127 130 .000 .959 130 .001 

INC .103 130 .002 .967 130 .003 

a. Lilliefors Significance Correction 

Source: Researchers Computation Using SPSS, 2022 
 
Since the variables appear not to be normally distributed, we will then take the log of the 
variables and check if it is normally distributed. Table 2 below shows the test of normality 
of our logged data. Results from the table below shows that all the variables are still not 
normally distributed because they are statistically significant at 5% level significance. 
Therefore, this paper will be adopting the ordinal regression analysis.   
 
Table 2: Normality Test II 

Tests of Normality 

 Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

Log_EMR .119 130 .000 .945 130 .000 

Log_COV .164 130 .000 .919 130 .000 

Log_COC .160 130 .000 .889 130 .000 

Log_INC .145 130 .000 .925 130 .000 

a. Lilliefors Significance Correction 

Source: Researchers Computation Using SPSS, 2022 
The table 3 below shows the model fitting table which tells us how well the model fits the 
data. The results from table 3 shows that the data is statistically significant at 5% level of 
significance, i.e., 0.000 is less than 0.05. This means that our model fits the data very well. 
 
Table 3: Model Fitting Table 

Model Fitting Information 

Model -2 Log Likelihood Chi-Square df Sig. 

Intercept Only 541.539    

Final 445.022 96.517 3 .000 

Link function: Logit. 

 
Furthermore, results from the goodness of fit test using Pearson and Deviance Chi-square 
test shows that the model is of good fit to the data, because the outcome appears to be 
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insignificant at 5% level of significance, i.e., 1.000 is greater than 0.05. This is illustrated in 
table 4 below. 
 
Table 4: Goodness of fit 

Goodness-of-Fit 

 Chi-Square df Sig. 

Pearson 790.930 1086 1.000 

Deviance 435.318 1086 1.000 

Link function: Logit. 

Source: Researchers Computation Using SPSS, 2022 
 
Next, we look at the Pseudo R-Squared value to determine the percentage of variation in 
the dependent variable that is determined by the independent variables. Here we adopt 
the Nagelkerke Pseudo R-Square value which is 53.2% as shown in table 5 below. This 
means that 53.2% variation in employee retention is determined by the independent 
variables (innovative culture, communicative culture and core value). Therefore, only 
46.8% of the variation of the dependent variable is determined by other factors outside 
the model which is captured by the error term.  
 
Table 5: R-Square 

Pseudo R-Square 

Cox and Snell .524 

Nagelkerke .532 

McFadden .175 

Link function: Logit. 

Source: Researchers Computation Using SPSS, 2022 
 
Next, we look at the coefficient estimates of each variable and present their 
interpretations. Table 6 below presents the results of our parameter estimates and their 
statistical significance. Firstly, Innovative Culture (INC) is a significant positive predictor 
of employee retention in the fashion industry. Therefore, for every one unit increase in 
innovative culture, there is a predicted increase of 2.376 units in the log odds of being at 
a higher level on employee retention. Similarly, Communicative Culture (COC) is a 
significant positive predictor of employee retention in the fashion industry. Therefore, for 
every one unit increase in communicative culture, there is a predicted increase of 0.685 
units in the log odds of being at a higher level on employee retention. Finally, Core Values 
(COV) is an insignificant positive predictor of employee retention in the fashion industry. 
Therefore, for every one unit increase in communicative culture, there is a predicted 
increase of 0.124 units in the log odds of being at a higher level on employee retention. 
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Table 6: Parameter Estimates 

Parameter Estimates 

 Estimate Std. 
Error 

Wald df Sig. 95% Confidence 
Interval 

Lower 
Bound 

Upper 
Bound 

Location COV .124 .174 .509 1 .476 -.217 .466 

COC .685 .189 13.173 1 .000 .315 1.055 

INC 2.376 .276 74.143 1 .000 1.835 2.917 

Link function: Logit. 

Source: Researchers Computation Using SPSS, 2022 
 
Discussion of Findings 
The results obtained from our data analysis showed that innovative culture influences 
employee retention positively and appears to be statistically significant. Therefore, we 
reject the null hypothesis H01 and conclude that innovative culture has a significant impact 
on employees’ retention in the Nigerian fashion industry. Likewise, further results 
obtained from our data analysis showed that communicative culture influences employee 
retention positively and appears to be statistically significant. Therefore, we reject the null 
hypothesis H02 and conclude that communicative culture has a significant impact on 
employees’ retention in the Nigerian fashion industry. Final results obtained from our data 
analysis showed that core values influence employee retention positively but appears to 
be statistically insignificant. Therefore, we fail to reject the null hypothesis H03 and 
conclude that core values have no significant impact on employees’ retention in the 
Nigerian fashion industry. 
 
CONCLUSION AND RECOMMENDATIONS 
This paper examines the impact of organizational culture on employee retention within 
the Nigerian fashion industry. The specific objective of this paper is to find out the impact 
of innovative, communicative and core value cultures on employee retention within the 
fashion industry. Based, on the results obtained from this paper, in order for fashion 
companies in Nigeria to increase employee retention, they must welcome new ideas from 
all employees. They should also demand that employees be creative, ingenious and 
innovative. Fashion companies must also be open to new opportunities in the industry 
which have been actively identified, prioritized/deprioritized and appropriately resourced 
and this should be on an ongoing basis. The top management staff of the fashion 
companies in Nigeria must clearly pass on necessary information to all other employees 
and provides an open forum where all employees have the liberty to share their ideas and 
fashion concepts, because adopting a strong communicative culture was seen to have a 
significant influence on employee retention. Finally, based on the results obtained in this 
paper, fashion companies must also have strong core values that permeates through the 
entire organization as these values positively influence employee retention. It is on this 
note that the following recommendations are made; 
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1. Nigerian fashion companies must adopt innovative cultures so as to improve their 
ability to retain exceptional employees. The leaders of the fashion companies 
must do more than just nod along to innovation, they have to be active and 
contribute their ideas and perspectives in strategic meetings with their 
employees, whilst avoiding the default behaviors of judging innovative ideas from 
their subordinates. 

2. Nigerian fashion companies must adopt communicative cultures so as to improve 
their ability to retain exceptional employees. It is advised that employees are 
given proper orientation, so they are in the know about the company activities 
and codes and standards. 

3. Nigerian fashion companies must adopt core values that improve their ability to 
retain exceptional employees. It is strongly recommended that they encourage 
and conduct trainings for employees, so as to improve learning standards and all-
round innovation. 
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